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[bookmark: _Toc91614343]Introduction
The term business management refers to the coordination along with the organisation of business activities. In simple words, management refers to the art of getting things done through others. Business management therefore refers to activities of managing the employees, staff or workers of the organisation by planning for them the right work, organizing the type of work they will do, directing them how to do the entire work and also coordinating the work and giving them feedback (Radovic Markovic and Salamzadeh, 2018). In simple words, business management refers to the collection of tools for monitoring, controlling, planning the activities of employees as well as measuring their business performance. Apart from these, employee engagement is referred to in the context of human resource management which therefore describes the dedication and the enthusiasm an employee feels towards a particular job. The employees who are fully engaged mainly care about their work as well as the company’s overall performance. In more simple words, employee engagement refers to the fundamental concept of recognizing the effort as well as describing it both quantitatively and qualitatively. The purpose of the report is to focus on the drivers and the concept of employee engagement but also to evaluate the tools which measure the level of employee engagement. The aim of the report is also to flaunt the growth of EVP and the strategies of increasing the level of employee engagement. 
[bookmark: _Toc91614344]Drivers and concept of employee engagement
The drivers of the employee engagement can be described as the factors that increase or decrease the level of the motivation of the workers, which then make them applicable in performing to higher levels. The drivers of employee engagement are as follows:
· Autonomy-This driver helps understanding and inspiring the employees to perform their best work. Autonomy refers to what the employee is trusted to take and make decisions on how their work would be best based on performance (Khodakarami and Dirani, 2020). Moreover, when the employees are given more autonomy, they become more liable to handle a wider range of situations, at both personal and organizational levels.
· Capacity- The second driver of employee engagement is capacity. This driver refers to how comfortable the employees are feeling regarding the work as well as getting the work done. Moreover, the employee must feel competent in putting intellectual, physical and emotional energy into their job or work. 
· Coworker relationship - This driver focuses on the relationship between employees. When the group members or the team members have reciprocal respect for each other, then the outcomes are more positive on both individual and organisational levels. 
· Fairness- This driver of employee engagement refers to how the employees feel that they are treated in the organisation. 
· Feedback - Employee engagement is also grasped with the feedback drivers. Therefore, collecting sufficient and helpful feedback assists the workers with whether they are meeting expectations 
· Goal support- This driver of employee engagement refers to both individual employee goals as well as organisational ones.
· Leader availability- This driver of employee engagement refers to how approachable, visible, readily available and also accessible are the leaders (Shaik and Makhecha, 2019). In cases when this driver is absent, the workers will begin to question and doubt the intention of their leaders. 
· Leader integrity- Leader integrity relates to whether or not, the leaders of the organization are committed to doing what is best for the business and how the employees are following their leaders. 
· Professional development- Professional development refers to the presence of the chances for mere growth, which must be offered by leaders of the organization. 
· Psychological safety- These drivers refer to how employees pursue their work obligations, without the fear of negative consequences. 
The concept of employee engagement refers to the strength of the emotional and mental connection that the employee eventually feels towards their work. Moreover, it is referred to as a famous concept, which makes the connection between best practices and theories (Motyka, 2018). In simple words, employee engagement states the extent to which the employees feel passionate about their work or jobs and their commitment to the organisation. (Antony, 2018). Employee engagement is important because it is regarded as an important indicator of the level of job satisfaction present in the work environment. Employee engagement is also used in research, as it is helpful in developing more clean and positive states of mind for the workers, which results into greater work performance as well as higher organizational performance. 
[bookmark: _Toc91614345]Assessment of diagnostic tool to measure employee engagement  
An organization must undergo various legal processes procedural facilities to make the employee engagement process successful. During the global pandemic, it has come to light that the employee engagement process play an important role in the overall assessment of the organizational performance. Moreover, in this respect, both employees as well as their superiors are playing an important role in the process.
· Human resource tools - Human resources have always turned out to be one of the most influential techniques of assessing the working environment of the overall organisation. It also fosters employee engagement (Aktar and Pangil, 2017). In recent years it has been observed that HR is one of the leading and most powerful tools to overcome lower levels of employee engagement. Employee management software has been developed to meet various organisational needs. 
· Social media platform - it has been noticed that social media is a powerful tool that can show its significance even without one’s physical appearance and it has made its mark almost in every sphere of life. It also helps to make significant choices and overcome various challenges of an organisation. (Voorveld, 2018). It has been noticed that through this tool, leaders and managers of an organisation can easily monitor the views of their employees regarding their work life as well as work environment, as employees generally express their beliefs through social media. 
· Employee surveys - Employee surveys are very important for the company, as they help the organisation evaluate its functions. This tool is necessary to maintain the organisational structure of the company (Matthews, 2018). A company should always maintain an assessment of the employees, so that they can make them work under any conditions.
· Employee-centric decisions – An organisation must always take decisions concerning the employees, as this will ultimately benefit the workplace along with all the positive environmental approaches which would showcase all the recent and difficult challenges that a company would usually face. Accordingly, the employee engaged in the company’s work would be more comfortable and thus have easy access to all kinds of work.  
· [bookmark: _Toc91614346]Online company ratings - This is a new and advanced approach that ultimately focuses on the company’s overview. This tool helps to manage the working process of the employees and how they approach various challenges (Schneider et al., 2018). 





Growth of Employee Value Proposition (EVP)
EVP accounts for Employee Value Proposition, which focuses on monetary as well as non-monetary benefits that are provided by the employees to their belonging organizations. This technique builds a strong atmosphere in the working environment (Antony, 2018). Very often, the organisation functions according to the level of their employees’ skills, capabilities, as well as various talents, which are then paid by the organization accordingly. 
All these try to make the organisation different from other organisations present on the market. It has been witnessed that the EVP consists of certain elements which ultimately make different and diverse changes in respect to the other companies such as respect, compensation, stability, location and the final one is work-life balance. 
To make effective changes in the EVP and its working with the employees along with the company, strategies can be discussed with different points such as:
· A company must always publish true advertisements and must be truly honest regarding the working conditions present within the organisation.
· The organisation must try to enhance the values and the talents of the employees, in order to maintain a well-developed business. 
· More and advanced strategies should be adopted by the organisation to ensure smooth and well-developed functioning. 
[bookmark: _Toc91614347]Strategies to increase the level of engagement 
The strategies to increase the level of employee engagement are as follows-
· Prioritizing feedback- This is a strategy used to increase the level of engagement of employees. Optimal level of feedback always correlates with the reviews of positive outcomes. (Osborne and Hammoud, 2017). In prioritizing the feedback, the level of employee engagement rises as employees always look for feedback on how they are approaching their roles, responsibilities and their overall contribution to the organisation.  
· Concentrating on engaging management- this helps the workers, work with more passion and commitment as well as to work better and have a positive attitude towards the work. 
· Coordinating volunteer opportunities - Volunteer opportunities are also an important strategy to increase the level of employee engagement (Bailey et al., 2017). Through giving them volunteer opportunities, the employees feel increased levels of confidence as they are trusted with additional responsibilities. 
· Prioritizing physical and mental health- This strategy increases the level of employee engagement in the workplace Through this, the organisation supports the employees with mental support in times when they might face personal problems. By doing this, the organisation will help employees reach both personal as well as work related goals and achieve success. 
[bookmark: _Toc91614348]Conclusion 
It can be concluded that this report mainly focused on different issues regarding employee engagement processes as well as the smooth functioning of an organisation. Ultimately, the report focused on how the productivity of an organisation can be increased with the help of various employee engagement processes. An intense emotional connection between employees and their belonging employers has been reported to generate higher levels of productivity and positivity in the overall company. It has been further noticed that the covid-19 situation has landed up the workers to work for their company from home and most of them have even made flexible challenges and they have initiated to work accordingly based on these issues. Next, the diagnostic tools have been analyzed to make significant and advanced changes that ultimately reflect higher levels of success on both employee and organizational levels. The field of EVP has also been reviewed in this report. 
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